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RATTONALE OF CTA RETIREMENT POLICY

It is the responsibility of the Central Intelligence Agency 1o collect,

gsenior policy officers of the United States Government.in making the deci-
gions required of them in time of pedce or of national peril. The CIA is
the central U, S, intelligence agency. It has aecess‘to all other foreign
intelligence produced by the United Sﬁates. |

The Oentrai Intelligence Agency was established by'dongress under the
provisions of the National Security Act of 1947, It reports to the National
Security Councll of which the President is Chairman. The Council's primary
nission is to appraise U, 5. objectives, commitments, and risks in the light
of the‘country'é ability to achieve our national security objectives and to
reach décisions on national policy and'courses of action.

The mission'ofvthe CIA is to provide the most accurate, comprehensive,
and objectivé information about national security matters together with
whatever can be learned or deduced about possible impending foreign develop-
nents, |

|
R By the very nature of this mission, the value of the Agency's product
can be ﬁeasured only by the'tést of time. Thé credence-placed in oui efforts
duriné our Government's decision-making proceés is therefore completely‘depen;
dent upon the trust and confidence accorded the personﬁel of the Agency by

both the contributors to and the users of our product. Any lessening of such

trust and confidence in our personnel will result in a corresponding lessen-
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would be failing in its mission. Clearly the Agency's primary respongi-
bility i to create and maintain an organization gf éersons who collectively
arz held in the highest esteem.

Tne basic requirement to staff the CTA with personnel of the highest
¢uality possible and the need to maintain optimum level of performance was
recognized by the Congress and the Tresident in the enactment of the Central
Intelligence Agency Act of 1949, as amended., Section 8 (originally section

10) of this Act gives the Divector of Central Intelligence extraordinary

v}

thority teo expend appropriated sums without regard to any other provisions'
of lew for, smong other things, the employment, logisfical support of, and
educabion and training of the personnel required to accomplish the Agency’é
mission. AOually s:gnlflcant and of broader inference, section 102(c) of
“he HMational Decurlty Act of 1947 gives the Dlrector, in his discretion, the
suthority to terminate the employment of any officer or employee of the Agency
whenever ne shall deém'such.tgrminatioﬁ necessary or advisable in the interests
oF the United States.

Tn terms of the staffing of the CIA, the effect of the haslec statutes
cited above efféctively exempts the Agency from the Veterans Preference Act:
an@ the Federal Exployees Pay Act. In addition, the Agendy is specifically

I
evempted from the (lassification Act of 1949, The regult is that no employee
oxi the Agency has legal tenure or retention status derived frdm.the provisions
ct ﬁvy Aot other than the Central Intelligence Agency Act of 1949, as amended,
and the Agency's own administrative regulations.
To implement its irherent responsibility to initlally employ and to mein-

t2in the staff of the Agency a2t an optimum level of competence, viability,
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egrity, and healthful vigor, the Agency has developed one of, if not the
comprehensive programs of persommel managementrthat exists in Govern-
izl selection for employment is based on a nationwide search for
versons of the highest qualifications regardless of the level of work they
will 1nitialiy perform or their area of vocational specialization. Superilor
character, and high potential for development are the key
eriteria in She selescticn of new employees. Their subseguent utilization is
czsed on a philosophy of career development festured by on-the-job training
which is achieved by movement through a wide spectrum of varied, though
related, rositions of increasing responsibility, by a continuing program of
fermal training and advanced education as appropriate, by a continuing program

of reasssessment of mental and physical health, personal attributes and char-

zceter, and by a vigorous program to separate from employment those‘indiviauals
wac for any reason can no longer be counted uﬁon to perform at the ophimum
level deemed essential in the best interests of the United States.

The inkerent problem in seeking to employ only those who have superior
gualifications is that such persons are well aware of alternative carecer
crortundities available in their chosen field of academic and vocational

sveclalization. Regardless of patriotic and other motivations that might

inciine them toward employmﬁnﬁ with the CTA, they will closely examine the
Agency for evideﬁce that opportunities exist for their development and advance-
went at a rate no less favorable +than that they would experience with other
empicyers.

Experience shows that Agency employees expect to be at or near their
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career peaks by the time they are age 50. The Agency, however, cannot provide
such a rete of career development and advancement in the absence of an effec-

ive and psychologically acceptable means of limiting the span of employment.

i

ederal civilian employees are generally eligibvle to work until age 70.
Teports on the Civil Service Retirement System show that most emplcyees desire
*a retire betbween sges 65 and 66. It is reasonable to assume that the vast
mafority of CTA emvloyees would also desire to retire at these same ages with
orly small numbers rebiring earlier or later.

In the absence of a policy limiting the career span of CIA employees,
those reaching their career peaks at about age 50 would.of necessity remain at
thege levels and in their positions from age 50 to_65 or older--a span of 15
o> more years. Adverse resulbs are unavoidable. Not only will there be in
time a loss of initiative, creativeness, and enthusiasm among thoée at the
pezk of their careers, bul career progressioﬁ will be impeded and delayed for

231 persons in lower levels. Normal attrition from various causes will

wrovide relief; however, the Agency has always had an exceptionally low rate

of attrition as compared to mest, if not all, other agencies of its general
size. It is an inescapzble conclusion that opportunities to develop, stimulate,
and challenge personnel by means of sfeady and progressive reassignment to
vositicons of increasing responsibility and higher rewards will be drastically
curtailed. The inevitable result would be early resignations, particularly

among the best employees. Within a few years; general knowledge of the slow-

ress of career advancement in CIA would preclude even the initial recrultment
of high caliber people. The only solution to the problem appears to be the

sdopbion of scme policy which would generally effect a shorter career gpan
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than that from age 30 to age €5 or 70.

There is yebt znother factor that focuszes attention on the need *o limit
the career span in CTA, OQOur inherent responsibility to staff the organization
with vperscns qualified and able to perform at optimum level of performance
raises the guestion of the effect of the aging pfocess itself on abiiity to
orm 2t opbimum levels. It is clear that the term "optimm level of
rerformance” is an abstract measurement, but it is equally clear that the term
st be related fTo the fact that Agéncy responsibilities must be carried out to
ﬁhé satlsfzction and with the fuil confidence of the'highest lévelé of policy
decisgion in ocur Gevernment, In this relationship, optimum level of performance
can only be defined as superlative performance--requiring grest dedication,

determination, high initiative, continuous study, and self-development.

It follows that serious consideration must be given to the effect of the
2ging process i1tself upen the intellectural processes, the dynamism, the
objed%ivity, and the learning ability of individuals, It is undeniable that
the aging process is regressive in terms of many of the characﬁeristics inherent

in opvimum performerce although no precise conclusion can or should be reached

4

es to the age at which a significant diminution in ability to perform at
crtirmum levei may ogcur. The\&ariation arong individuals is extremely great
and the effect of aging will Vary with the type and level of the individual's
d:ties. Nevertheless approximately ____% of all Agency employees in grade
38~ and above will attain age 60 within _ ___ years and the retention of a

gubstantial portior beyond that age will ungquestionably result in a signifi-

can® dmpairment of overall Agency effectiveness.
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A combinasicn of the preceding considerations led the Director of Central
Imtelligence, with the coungel of his senior advisefs, to the conclusion in
l9§9 that 211 Agency employees should retire as soon after attaining age €C =s
they were eligible for an annuity unreduced for age. The major considerations
were:

a. The need for a rate of career progression compatible with the
reguirements of the caliber of employees required to do the work of the
Agency.

b, The need to accelerate Agency attrition through a shortened
career span te maintain an envircmment favorable toya program of infternal
career development through progressive job rotation including assign-
ments between Headguarters and the field.

¢. The need to shorten the tenure of officers and employees who had.
attained peax levels in their fields of vocational specialization aund

" thersby vrovide greater opportunity to bring to senlor levels persons who

might posgess higher qualifications and potential than their predecessors.

d, A conviction that the regressive effect of aging becomes signifi-
cant for most individuals somewhere between ages 50 and 60 agd that the
existence of a substantial number of employees over 2ge 60 would in fact

lead to less than optimum level of Agency performance.
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